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Although relatively few studies have been undertaken analyzing the drivers of performance for 
construction companies in producing and delivering satisfactory quality of project works, 
findings from previous research reveal that there is a significant correlation between the 
company’s organisational culture and the quality performance of contractors.  It has also been 
noted that the nature of organisational culture is a major determinant factor for quality 
improvement. This paper presents a summary of the results of a pilot study investigating the 
organisational culture profiles of five Indonesian construction companies. The survey utilizes 
the Organisational Culture Assessment Instrument (OCAI), which is based on the Competing 
Values Framework (CVF). This instrument assesses six important and significant traits of 
organisational culture: dominant characteristics, organisational leadership, management of 
employees, organisational ‘glue’, strategic emphasis, and criteria of success. These assessed 
cultural dimensions identify the most close-fitting perspective of a company’s inherent culture 
drawn from four possible types: clan, adhocracy, market, or hierarchy culture. Further 
discussion is presented, which describes the companies’ dominant cultural profiles in terms of 
strength and congruence and how an effective quality management system operates within the 
dominant culture type. This analysis contributes to the finding that a suitably ‘strong’ 
organisational culture impacts positively on construction organisation success within its own 
specific sector.   
Keywords: Competing Values Framework, organisational culture, Indonesian contractors. 
 
1 Introduction 
Current research within the construction 
management area has revealed evidence that 
organisational culture is considered to be a 
determinant factor in contributing to the 
successful or unsuccessful implementation 
and maintenance of a contractor’s 
performance quality, and in particular, 
operation of quality management systems 
(QMSs) as a whole (van Marrewijk 2007, 
Yong and Low 2008, Yip Robin and Poon 
2009, Coffey 2010). The ‘people’ in 
organisations are collectively bounded by the 
organisational culture which in turn reflects 
organisation characteristics (Cheung et al. 
2010). In this study, the term ‘organisational 
culture’ is going to be defined as the shared 
values and underlying assumptions within 
construction organisations, which motivate 
and support organisations to operate 
effectively in order to enhance their 
performance quality.  
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For the past decade quality issues have 
been seriously considered by both the 
Government and the construction industry of 
Indonesia because it has been seen as a major 
concern in the wider global construction 
industry in recent years. In addition, the 
National Workshop on Community Action 
Forum for Indonesian Construction held in 
Bandung Institute of Technology in August 
2009 has noted that the output of the 
construction sector at a national level has not 
always been optimal, and the entry of foreign 
construction companies undertaking 
government and private projects is gradually 
increasing. Therefore, it is now a critical 
juncture to find a solution as to how 
Indonesian construction companies can 
provide proven construction quality in both 
product and service.  
Current research in Indonesian project 
management and construction has not pursued 
a more comprehensive study of the 
organisational culture profiles of Indonesian 
construction companies and the link to 
effective organisational practices leading to 
improved performance quality. In the 
interviews conducted as part of a pilot survey 
by the authors, some of the respondents, all 
local contractors, stated that they had never 
considered undertaking any organisational 
culture investigation and thus were unaware 
of what types of culture their companies 
possessed. They observed that, in their view, 
organisational culture was demonstrated by 
characteristics such as, commitment, loyalty, 
and good team work.  
This current study is aimed at diagnosing 
the dominant organisational cultural 
typologies of several construction companies 
as well as analyzing its strength and 
congruence. The method of analysis is carried 
out primarily by comparing measures obtained 
from the Organisational Culture Assessment 
Instrument (OCAI) of Cameron and Quinn 
(2006) in order to determine the current 
dominant culture types of the respondent 
organisations that appear to enable them to 
operate organisational and management 
practices, including QMSs that overcome the 
business environment’s demands and 
challenges. This study forms part of a wider 
investigation being undertaken by the authors 
on how construction companies in Indonesia 
can improve the implementation and 
outcomes of their QMSs, viewed from an 
organisational culture perspective. 
 
2  Reasons for Choosing the 
Competing Values Framework 
There are a number of well-established and 
well-recognized models and instruments, 
which are used for identifying and measuring 
organisational culture. One of the most widely 
used theoretical models is the Competing 
Values Framework (CVF), which was 
developed in 1983 by Quinn and Rohrbaugh. 
It has the aim of helping organisations in 
understanding themselves and supporting the 
development of effective organisational 
phenomena. Indeed, the CVF “has been 
shown empirically to reflect the current 
thinking of organisational theorists on 
organisational values and resulting in 
organisational effectiveness” (Cooper and 
Quinn 1993, 178). 
The CVF was eventually selected as 
being the most suitable organisational culture 
model to use in the context of this study, due 
to its suitability in identifying the profiles or 
types of organisational culture of construction 
firms, together with providing a measure of 
the strength of the individual characteristics 
that make up those profiles. The research is 
considered timely as many Indonesian 
construction companies do not perceive the 
importance of organisational culture, and 
therefore, a model is needed, which is easy to 
assimilate and which allows better 
visualization of how this complex 
phenomenon operates within their companies 
and of how a deeper understanding of 
corporate culture can assist with implementing 
quality management and other business and 
process improvement within their 
organisations.  
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3 Research Methodology  
The respondents to the piloted questionnaire 
for this study were drawn from five private 
construction firms having ISO 9001 
certification, in Manado (North Sulawesi 
Province) and Jakarta. The questionnaire 
involved 15 respondents: five Quality 
Management Representatives (QMRs), five 
Project Managers (PMs) and five Site 
Engineers (SEs). These groups of respondents 
represented the following levels of seniority 
(high - QMR), (middle - PM), and (low - SE) 
in the organisational structure. The two 
Jakarta contractors are leading companies at a 
national level as well as internationally, 
whereas the three local companies are on the 
top list of large contractors in North Sulawesi 
Province.  
Using the OCAI questionnaire developed 
by Cameron and Quinn (2006), a respondent 
rated a set of statements that relate to six 
cultural dimensions, i.e., dominant 
characteristics (DC), organisational leadership 
(OL), management of employees (ME), 
organisational ‘glue’ (OG), strategic emphasis 
(SE), and criteria of success (CS); the rating 
level is based on whether these dimensions are 
similar (or not) with the current situation in a 
respondent’s company. This instrument is 
used to identify the most closely fitting type 
of culture for the company, i.e., whether it is 
predominantly a hierarchy (H), market (M), 
clan (C), or adhocracy (A) culture.  
 
4 Results and Analysis  
A respondent score for each statement under 
the six content dimensions was grouped into 
four groups where each group of statements 
was associated with one culture type. The 
average of each group of statements then was 
plotted into the competing values framework 
(CVF) diagram, to depict the current type of 
company’s organisational culture. The same 
method was applied to show a company’s 
culture type based on the six cultural 
dimensions by plotting each of the six 
questions individually on the OCAI 
worksheet. Referring to the overall culture 
plot on the organisational culture profile of 
each company, the quadrant in which scores 
are the highest indicates the culture that is 
most dominant in that company, in other 
words, it is the strongest culture type 
(Cameron and Quinn 2006). This is also 
applicable to indicate the culture congruence 
within the six culture dimensions. 
 
4.1    Results of Construction Companies’ 
Culture Profiles 
    
 
 
 
 
 
 
 
 
 
 
 
Figure 1. Organisational culture of Jakarta 1. 
 
The respondents in a grade seven (G-7) and 
leading national construction company 
(Jakarta 1) viewed their current dominant 
organisational culture as H (31) type, and the 
weakest culture type is considered as A (18) 
(figure 1). H culture was also most mentioned 
in dimensions I, II, and III, and the C culture 
was in dimensions IV, V, and VI (table 1).   
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2. Organisational culture of Jakarta 2. 
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The respondents from other G-7 and leading 
national construction company (Jakarta 2) 
emphasized the four culture types almost with 
the same values (figure 2). However, it 
appears M (27) culture was very slightly 
stronger than the other three culture types. 
There is no weakest culture, for C (25), A 
(24), and H (24) cultures appear to be 
balanced. Table 1 shows that the respondents 
from Jakarta 2 company emphasized A culture 
in dimension V. M culture was strongest in 
dimension I, IV, and VI. C culture was 
strongest in dimension II, IV, and VI, whereas 
H culture was strongest in dimensions III and 
VI. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3. Organisational culture of Manado 1. 
 
The local leading construction company’s 
(Manado 1) organisational profile was 
dominated by M (29) and H (29) cultures, 
whereas A (16) culture was the weakest type 
in that company (Figure 3). M culture was the 
strongest in dimensions I and V; H culture 
was strongest in dimensions II, III, V, and VI; 
and C culture was strongest in dimensions IV 
and VI (table 1). 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 4. Organisational culture of Manado 2 
 
 
 
Table 1.  Dominant organisational culture and culture profiles in the six dimensions. 
 
Company 
Location 
Has been 
established 
OC DC  
(I) 
OL  
(II) 
ME  
(III) 
OG 
(IV) 
SE  
(V) 
CS  
(VI) 
Jakarta 1 > 21 years H H H H C C C 
Jakarta 2 > 21 years M M C H C,M A C,M,H 
Manado 1 11 – 20 years M,H M H H C M,H C,H 
Manado 2 < 10 years C M C,H M C A C 
Manado 3 < 10 years H H H C C H H 
Note: OC=organisational culture, DC=dominant characteristics, OL=organisational leadership, 
ME=management of employees, OG=organisational ‘glue’, SE=strategic emphasis, CS=criteria 
of success.
Figure 4 and table 1 reveal that, at present, C 
(29) type is the strong organisational culture 
of another local leading construction company 
(Manado 2), and also dominated dimensions 
II, IV, and VI. A (22) and H (22) types are the 
weakest organisational cultures. However, H 
culture was strongest in dimension II, and M 
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culture dominated dimensions I and III. A 
culture was strongest in dimension V. 
 
 
 
 
 
 
 
 
 
 
 
Figure 5. Organisational culture Manado 3. 
 
Figure 5 and table 1 indicate that the local 
construction company (Manado 3) had only 
two types of culture. The strong role of H (34) 
culture, which was also strongest considering 
the dimensions I, II, V, and VI. The second 
type of culture was C culture dominating in 
dimensions III and IV. 
 
4.2    Analysis of the Results 
The analysis of the results focuses on the 
characteristics of particular types of 
organisational culture summarized by 
Cameron and Quinn (2006) and also how 
QMSs (e.g., ISO 9000 based) operate within 
the most dominant culture type. An 
organisation that possesses strong culture 
indicates homogeneity of efforts, clear focus, 
and higher performance existing within its 
environments where unity and common vision 
are required (ibid 2006). One national 
contractor (Jakarta 1) and one local contractor 
(Manado 3) had a strong H culture, which is 
very typical for public-type organisations. 
People in this culture perform tasks based on 
formalized procedures under an effective and 
good coordinator. This is typified by a stable 
and permanent organisation which defines 
organisational success as being efficient. In 
this context, the operation of QMS procedures 
is most effective because the people are 
strongly rules-oriented or familiar with 
following procedures standardized by the 
company.     
The organisational culture environment in 
a local contractor (Manado 2) is similar to a 
family-type organisation, because people 
share values, goals cohesion, participation and 
individuality. Leaders and employees are 
bonded by the strong commitment. The strong 
characteristic of this culture is that all work is 
done by the ‘team’. Customers are seen as 
partners and human resources development 
and empowerment are seen as key factors for 
success. These circumstances are typical of a 
C culture, which is contrary to the previous 
culture type. Management and employees’ 
commitment, treating customers appropriately 
and good team work are assumed as strong 
foundations to an effective QMS applied 
within this company.  
The slightly strong M culture that exists 
in another national construction company 
(Jakarta 2) indicates it being dominant as a 
results-oriented organisation and so people are 
pushed to be competitive and productive 
under hard-driven and high-demands. 
Leadership is based on the achievement style. 
The operation of QMS within a M type 
company is accompanied by clear quality 
objectives and not by cutting quality costs. As 
reported by one contractors’ association 
(Gapeksindo 2007), a winning project priced 
at only 50-60% of total project budget 
estimate leaves a question-mark over the 
whole issue of attempting to promote a 
realistic assurance of project quality when a 
contract is based on such a ‘cut-throat’ tender 
price.  
The survey results show that the 
organisational culture profiles within all five 
contractors are not congruent, since none of 
these companies has the same dominant type 
of culture within the six culture dimensions. 
This indicates either “the culture is unclear to 
respondents or the complexity of the 
environment requires multiple emphases in 
different areas of the organisation” (Cameron 
and Quinn 2006, 74). However, according to 
Yong and Low (2008), all the organisational 
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practices must be in a state of congruence for 
good quality practices to operate. Therefore, 
this may signal a need for culture change or 
for strengthening of one specific dominant 
culture in order to support organisational 
members in pursuing enhanced effectiveness 
within their working environment. In either 
case, the research will benefit from the next 
stage where a much larger sample will be 
surveyed and semi-structured interviews and 
focus groups will solicit deeper tacit 
understanding of cultural profiles from a 
wider range of construction sector 
representatives in each of the chosen locations 
in Indonesia.   
 
5 Conclusion 
The findings of this study are that 
HIERARCHY culture is most dominant 
within the five Indonesian construction 
companies. This indicates that people in this 
type of culture are largely governed by rules, 
with efficiency, stability and controlled 
system being the focal points of the 
organisation. A construction company that 
possesses MARKET culture indicates that 
people are highly competitive and results 
oriented, whereas a CLAN type company 
indicates people share values, cohesiveness 
and well being, making the organisation an 
enjoyable place to work. In addition, each 
culture type determines the ways a QMS can 
be implemented effectively.   
This study is an initial step towards 
investigating the influence of organisational 
culture on successful quality system 
implementation and further enquiry using the 
OCAI and utilization of the findings from 
such an investigation will benefit the ongoing 
research to evolve a better framework for 
QMS implementation, in order to develop 
culture-based QMS implementation guidance 
for Indonesian construction companies. 
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